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Some researchers believed that reluctance among Chinese 
people in expressing opinions would affect the validity of data 
collected using odd-numbered response scale of structured 
questionnaire. If this cultural hesitation indeed exists, they 
may be more likely to respond to the mid point of an odd-numbered 
scale. This study tested this speculation by a variety of 
measures in a sample of recent graduates from the Chinese 
University of Hong Kong. Results of this study did not support 
this speculation. 
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CHAPTER I 
INTRODUCTION 
The American Marketing Association has defined 
marketing research as the "systematic gathering, 
recording, and analyzing of data about problems relating 
to the marketing of goods and services" (Churchill 1987, 
p.10). This definition suggests that research 
information is not intuitive because it requires a 
scientific and systematic approach. If the data or 
information gathered, recorded, and analyzed is to be 
accurate and unbiased, the researcher must be objective. 
Thus the design of the research must contain no bias. 
Objective business research can result in credible and 
valid information which can assist in making sound 
business decisions. This study will focus on 
investigating how a research design may generate bias or 
inaccurate information owing to the presence of cultural 
factors. In particular, this study will investigate the 
potential bias of central tendency created by the type of 
response scale for Hong Kong people when they are 
responding to structured questionnaire. 
1 
Statement of Problem 
It is well believed that Chinese people tend not to 
express extreme opinions (e.g., Yang 1982). If this 
cultural hesitation indeed exists, they may be more 
likely to respond to the mid point of an odd-numbered 
scale of the structured questionnaire. Thus in the case 
of an odd-numbered Likert-type scale, which is a popular 
means for measuring attitudes in a lot of business 
research, it may not be appropriate for the Chinese 
because information obtained may not truly reflect the 
respondents' opinions. 
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With the Likert-type scale, respondents are asked to 
indicate their own attitudes by checking how strongly 
they agree or disagree with carefully constructed 
statement, ranging from very positive to very negative, 
toward the attitudinal object. For example, five 
response alternatives could be: 
Strongly 







Usually the number of alternatives on a Likert-type 
scale may range from three to nine. If an odd-numbered 
scale with anchors ranging from strongly agree to 
strongly disagree was used, Chinese respondents might 
tend to avoid choosing the strongly agree or disagree 
answers. This particular type of central tendency is 
commonly hypothesized as a specific cultural 
characteristic of the Chinese. Researchers in Hon~ Kong 
and Taiwan usually recommend using an even-numbered 
response scale when structured questionnaire was 
administered (e.g., Yang 1982). Although widely 
discussed by researchers, this characteristic of the 
Chinese in responding to odd-numbered scale has not been 
tested empirically. The purpose of this study is to 
investigate whether Chinese respondents will express 
their opinions differently when the scale is of even 
number anchors, i.e., without a mid point. 
Focus of Research 
In this research, the Job Characteristics Model 
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(Hackman & Oldham 1976, 1980) will be used in designing 
the questionnaire. This model, as shown in Figure 1, was 
chosen because it has been widely researched in the past 
two decades. Items measuring the job characteristics are 
standardized and proven to be reliable. The relationship 
between the job characteristics and job satisfaction have 
been found not only in Western countries but also for the 
Chinese people. Many researches have shown that core job 
characteristics would influence the workers' motivation 
and satisfaction. 
Job Characteristics Model 
The Job Characteristics Model traces motivation and 
satisfaction to psychological states experienced by 
individuals, and then links these states to the job 
characteristics. It hypothesizes that core job 
characteristics would significantly influence the 
behaviours and attitudes of workers. 
Hackman and Oldham (1976, 1980) identified five job 
dimensions or core job characteristics, which influence 
employees' attitudes and behaviours, as follows: 
1. Skill variety - the extent to which the work 
requires workers to perform activities that 
challenge their skills or requires them to use 
diverse abilities ' to perform work; 
2. Task identity - the extent to which the work 
requires workers to complete a "whole" or an 
identifiable piece of work or requires them to do a 
job from beginning to end with a visible outcome; 
4 
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3. Task significance - the extent to which the work has 
a significant impact on lives or work of other 
people within or outside the organization; 
4. Autonomy - the extent to which the job provides 
substantial freedom, independence, and discretion to 
the employees in scheduling the work and in 
determining the procedures to be used in carrying it 
out. 
5. Feedback from the job itself - the extent to which 
information about the effectiveness of their efforts 
in performing the work is channelled to the workers. 
According to the Job Characteristics Model, these 
five core job dimensions will affect personal and work 
outcomes such as internal work motivation, quality of 
work performance, satisfaction with work, absenteeism and 
turnover. 
The Job Diagnostic Survey (JDS; Hackman and Oldham, 
1975) is the standardized and widely used questionnaire 
to measure the five core job characteristics. It 
contains seven three-item scales to measure employees' 
perceptions of each job characteristics, including two 
additional characteristics of feedback from agents and 
dealing with others. Respondents are required to answer 
6 
questions in two sections. The first section asks 
respondents to mark on a seven point continuum the amount 
of each job characteristic they perceive to be present in 
their job. In the second section, responses are in terms 
of the accuracy of a number of statements about features 
of their job. A mean score is taken across the three 
items in each sub-scale, with a possible range of scores 
from 1 to 7, the latter indicating the substantial 
presence of a job characteristic. One item in each sub-
scale is reverse-scored. The questionnaire is written in 
English with different types of response scale. 
To investigate our research question, the 
questionnaire was modified slightly so that a Likert-type 
response scale could be applied to all items. Two types 
of response scale are used. One is designed with a four-
point scale of "strongly disagree", "disagree", "agree" 
and "strongly agree". The other is a five-point scale of 
"strongly disagree", "disagree", "neither disagree nor 
agree", "agree" and "strongly agree", that is, a mid 
point is provided. 
Number of Response Categories 
Studies by Bendig (1952a, 1952b, 1953, 1954a, 1954b) 
revealed that the most efficient number of response 
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categories for rating formats is from 3 to 5. 
Considering both scale and rater reliability, there is no 
gain in efficiency when the number of categories 
increases from 5 to 9. In fact, reliability drops with 3 
categories or less and with 11 categories or more. Finn 
(1972) found out that reliability even dropped with less 
than 3 or more than 7 response categories. Lissitz and 
Green (1975), in a Monte Carlo study of the effect of 
response categories on scale reliability, concluded that 
there was little increase in reliability when there were 
more than 5 scale points or response categories. 
Finally, Jenkins and Taber (1977) in another Monte Carlo 
study of factors affecting scale reliability, agreed with 
Lissitz and Green (1975) that there is little utility in 
adding scale categories beyond five. They even 
discovered that excessive number of categories can have 
negative effects on scale reliability. 
In this study, we have two sets of questionnaire 
which are designed with either 4 or 5 response 
categories. This will fall within the efficient range of 
3 to 5 response categories for rating formats. 
Response Sets of the Chinese 
Yang (1982) has indicated the potential problem of 
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external validity in cross-cultural investigations. When 
research designs' with high internal validity and 
tested/used in Western countries are applied to the 
Chinese, the results obtained may not be valid because of 
lack of external validity. The problem of 
generalizability exists when results or research designs 
widely used in Western countries are applied to the 
Chinese. Reasons include cultural specific response set 
of the Chinese. 
Yang (1982) argued that the Chinese would be 
influenced by (1) social desirability set - regardless of 
personal real situations, Chinese respondents may respond 
or answer questions according to what their society 
expects; (2) acquiescence set - regardless of personal 
real situations, Chinese respondents tend to answer "yes" 
or "agree" rather than "no" or "disagree"; (3) mediocracy 
set - regardless of personal real situations, Chinese 
respondents tend to respond in a medium level, i.e. avoid 
giving extreme opinions, such as "extremely agree" or 
"extremely disagree"; (4) response avoidance mind set -
if possible, Chinese respondents tend not to respond or 
express personal opinions. 
As a result of these cultural specific response sets 
for the Chinese, the Western research scale may not be 
directly applicable to the Chinese. Chinese may tend to 
choose the mid-point of the research scale because of the 
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mind set of mediocracy. In addition, there may exist 
semantic difference in the meaning of "strongly agree" or 
"strongly disagree". Chinese may view the English word 
"strongly" as being too "strong" and not subtle enough to 
represent their feelings of "completely agree" or 
"completely disagree". As a result, in designing 
research instrument, we may consider omitting the mid-
point to obtain more representative answers. 
Some studies discovered that in case of sensitive 
questions such as political research, Chinese will answer 
"I don't know" to avoid expressing their opinions 
(Hoadley, 1970; Podmore et al., 1975). Therefore, Yang 
(1982) suggests the use of an open-ended "others" to 
replace "I don't know", and indicates the importance of 
probing when Chinese answer "I don't know". 
Importance of this Study 
Structured questionnaire is a popular tool of 
soliciting opinions and attitudes in business studies. 
This research provides valuable insights into the 
application of Likert-type response scale in 
questionnaire design, especially for Chinese samples e If 
the widely believed central tendency bias do exist among 
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Hong Kong Chinese, researchers in conducting studies 
using questionnaires have to cater for this cultural 
factor and use even-number scale. However, if this bias 
is not empirically valid, then either even-number scale 
or odd-number scale can be administered to Chinese 
respondents. 
Development of the Research Hypotheses 
Based upon the arguments, findings and beliefs of 
different researchers (e.g., Hoadley, 1970; Podmore et 
aI, 1975; Yang, 1982), we hypothesize: 
The responses of the Hong Kong Chinese on questionnaire 
with odd-number scale would be different from those on 
even-number scale. 
Research Hypothesis in the Null Form 
Specifically, this hypothesis can be tested upon the 
followings: 
Hypothesis la: 
The mean scores of the job characteristics and job 
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satisfaction level between the 4-point scale set and the 
5-point scale set would be different. 
Hypothesis 1b: 
The standard deviations of the job characteristics and 
job satisfaction measures would be smaller for the 5-
point scale set than the 4-point scale set. 
Hypothesis 1c: 
Due to the restriction in range (i.e., smaller standard 
deviations), the correlation coefficients among the job 
characteristics, individual characteristics and job 
satisfaction measures would be smaller for the 5-point 
scale set and the 4-point scale set. 
The remainder of this study is organized into three 
chapters. In Chapter II, it outlines the research 
methodology and presents the instrument used. Field work 
and other aspects are also discussed. Chapter III is 
devoted to the discussion of data analysis and 
interpretation. Also statistical tests are explained. 
Results of hypotheses testing and other relevant results 
are presented in greater details. Chapter IV contains 
evaluation of the findings, business research 
implications and conclusion drawn from this study. 
CHAPTER 11 
RESEARCH METHODOLOGY 
This chapter explains the research methodology used 
in this study. The questionnaire, sample, and the 
operation of the survey are explained. 
Design of Questionnaire 
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The research instrument consists of a questionnaire 
which was divided into three sections. To study whether 
odd-numbered or even-numbered response scales make a 
difference in research results done by Hong Kong Chinese, 
we have designed a closed-ended structured questionnaire. 
One set provided a 4-point response scale while the other 
set with a 5-point scale. The questionnaire was designed 
to be a mail-back self-administered one. Instructions 
for completing the questions are provided at the 
beginning. 
The first section is designed to collect 
respondent's opinions on his job nature. The second 
section asks for ' their level of job satisfaction. The 
third section is used to collect personal information of 
respondents. 
Layout of Section I 
Section I can be further divided into two parts. 
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Questions concerning job characteristics included 5 
aspects, namely skill variety, task identity, task 
significance, autonomy, and feedback from the job itself. 
These are standard questions taken from Job Diagnostic 
Survey_ In addition, questions concerning respondent's 
individual characteristics are included, namely need for 
achievement (5 items from Edwards, 1959), intention to 
leave (3 items from Cammann, Fichman, Jenkins and Klesh, 
1979) and self-perceived performance (5 items assessing 
the extent to which the respondents thought they were 
good performers) tailored for this study. A total of 26 
questions are included in section I. All questions are 
standard questions well-tested in Western countries. 
For respondents receiving a questionnaire with 4-
point response scale, they are asked to express their 
opinions of their job characteristics by circling one of 
the four answers: 
1. Strongly disagree 
2 . Disagree 
3 . Agree 
4. Strongly agree 
For respondents receiving a questionnaire with 5-
point response scale, they can express opinions by 
choosing one of the five answers: 
1. Strongly disagree 
2 • Disagree 
3 . Neither disagree or agree 
4. Agree 
5 . Strongly agree 
Layout of Section 11 
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Section 11 is devoted to asking for job satisfaction 
items taken from the Minnesota Satisfaction Questionnaire 
(20 items from Weiss, Dawis, England & Lofquist, 1967: 
the short form of the Minnesota Satisfaction 
Questionnaire). A total of 20 questions are included. 
Questions are designed to ask how satisfied the 
respondent is concerning business, working alone, 
variety, status in community, the way superior handles 
others, competence of superior, conscience, stability, 
working for others, giving instruction, using abilities, 
practice of company policies, pay and work load, 
promotion, judgement, practice of judgement, working 
environment, relationship with colleagues, praise and 
feeling of accomplishment. 
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In this section, respondents are asked to express 
their satisfaction/dissatisfaction towards their jobs by 
circling one of the following four answers: 
1. Very dissatisfied 
2. Dissatisfied 
3. Satisfied 
4. Very satisfied 
For the set of questionnaire designed with a 5-point 
response scale, the answers available are: 
1. Very dissatisfied 
2. Dissatisfied 
3. Neither dissatisfied nor satisfied 
4. Satisfied 
5. Very satisfied 
Layout of Section III 
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The third section consists of eight multiple choice 
questions and two open-ended questions. This section 
collects demographic daia of respondents, including sex, 
age, years of service, monthly salary, number of job 
changes since graduation, absenteeism, graduation year 
from the Chinese University of Hong Kong, major field of 
study, present job title and name of their organization. 
Pre-testing and Adjustments 
During the initial phase of survey, a pretest of the 
questionnaire conducted with forty respondents who were 
conveniently chosen from the employees of the Chinese 
University of Hong Kong. Only minor adjustments of the 
wordings in some items were suggested by these 
respondents. 
Selection of Respondents 
The survey was conducted in Hong Kong in October 
1991. The two sets of questionnaires (one with 4-point 
and the other 5-point scale) are sent out randomly to all 
graduates of the Chinese University of Hong Kong who 
graduated from 1986 to 1990. Respondents are required to 
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mail back the completed questionnaire anonymously. 
Estimates for the Variables 
1. Core Job Characteristics 
For each question of the three-item sub-scale of the 
core job characteristics questions, the average score are 
calculated to yield the level of core job 
characteristics. 
2. Motivating Potential Score 
An overall MPS score is used to represent the 
overall motivational job features. MPS was calculated by 
averaging skill variety, task identity, task 
significance, and multiplied by autonomy and feedback as 
indicated by Hackman and Oldham (1976). This serves as 
an estimate of the overall motivating potential of the 
job. 
Motivating Potential Score 
= (skill variety + task identity + task significance 
/ 3 * Autonomy * Feedback from Job Itself 
3. Individual Characteristics 
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For the three-item sub-scale of "intention to leave" 
and "need for achievement" and the five-item sub-scale of 
"self-perceived performance", again the average scores 
are calculated to yield the level of intention to leave, 
the need for achievement and self-perceived performance. 
4. Job Satisfaction 
For the twenty-item sub-scale, the average score is 
calculated to yield the general level of job 
satisfaction. 
Transforming the Scale 
The average scores obtained from the 5-point 
response scale set are recorded and converted to scores 
in corresponding to a 4-point response scale line. That 
is, the averaged scale of "2" from the 5-point scale 
would be equivalent to a score of "1.25" in a 4-point 
scale. And a "3" of the 5-point scale would be equivalent 
to "2.5" of a 4-point scale. The corresponding scores of 














Then the mean scores and standard deviations 
obtained from the 4-point scale set are compared with the 
mean scores and standard deviations obtained from the 
transformed 4-point scale set. Paired t-tests and F-
tests are performed respectively for the means and 
standard deviations of the 4-point scale and transformed 
4-point scale set to find out whether the differences in 
means and standard deviations are statistically 
significant or not. The Alpha value is set at 0.05 
level. 
Response Rate 
A total of 2137 questionnaires were sent out with 
825 returned. The response rate was 38%. Respondents 
were asked not to complete the questionnaire if they did 
not hold a full time job. Out of the 410 returned 
questionnaires from the 4-point set, four questionnaires 
were incomplete and were discarded, producing a total of 
406 valid questionnaires. For the 5-point set, out of 
the 415 returned', 12 are discarded for incompleteness 
producing a total of 403 valid questionnaires. A total 
of 809 questionnaires are useful. 
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The demographic variables of the respondents for the 
two sets of questionnaire were depicted in Table 1 -
Sample Characteristics. Characteristics for the 
respondents from the two samples with one receiving the 
5-point scale and the other receiving the 4-point scale 
were compared. As shown in Table 1, the sex distribution 
skewed towards male, 52.9% for the 5-point scale and 
51.5% for the 4-point scale. Majority of the two samples 
lies within the age range of 23 to 28. Most of the 
respondents have 1 to 2 1/2 years of working experience 
with the company they are working at. Their pay levels 
are also similar. As a whole the two samples appeared to 




In this chapter, the results of the survey are 
presented and t~e four hypotheses are tested accordingly. 
The statistical results are tabulated and the findings 
are explained. 
Research Hypotheses 
The hypothesis to be tested in this research is: 
Hypothesis: 
the responses of the Hong Kong Chinese on questionnaire 
with odd-number scale would be different from those on 
even-number scale. 
Research Hypothesis in the Null Form 
The above hypothesis to be tested in this research 




The mean scores of the job characteristics and job 
satisfaction level between the 4-point scale set and the 
5-point scale set would be different. 
Hypothesis lb: 
The standard deviations of the job characteristics and 
job satisfaction measures would be smaller for the 5-
point scale set than the 4-point scale set. 
Hypothesis lc: 
The correlation coefficients among the job 
characteristics, individual characteristics and job 
satisfaction measures would be smaller for the 5-point 
scale set and the 4-point scale set. 
Reliability Coefficients 
various statistics were calculated for the two 
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samples to assess the potential bias of the odd-number 
response scale . . The reliability coefficients (Alphas) 
were shown in Table 2 of the Appendices. The Alphas 
calculated for the 4-point scale set of questionnaires 
were reasonably high for the core job characteristics 
like Skill Variety (0.7317), Task Identity (0.8021), Task 
Significance (0.7880) and Autonomy (0.7062), except for 
Feedback from Job Itself (0.3292). The reliability 
coefficients for other variables, namely Intention to 
Leave (0.7951) and Need for Achievement (0.7358) were 
also reasonably high except for Perceived Performance 
(0.5991), which was at a marginal level. 
For job satisfaction level, the coefficient Alpha 
was high at 0.8852. This indicated each question was 
consistently testing for the same aspect as other 
questions. Similarly, the reliability coefficients 
obtained for the 5-point set were also reasonably high in 
Skill Variety (0.7091), Task Identity (0.8103}, Task 
Significance (0.7346) and Autonomy (0.77), except for 
Feedback from Job Itself (0.3910). The reliability 
coefficients for individual characteristics were high 
with Intention to Leave (0.8318) and Need for Achievement 
(0.6911) while Perceived Performance (0.5782) was a 
marginal level. For job satisfaction level (0.8646), the 
coefficient was also high. There appeared no systematic 
differences among the two samples with one receiving the 
5-point scale questionnaire and the other receiving the 
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4-point scale questionnaire. 
Means and Standard Deviations 
Table 3 presented the means and standard deviations 
for all the multiple item measures for the two samples. 
The raw data of the 5-point scale sample were transformed 
to a 4-point scale by recording 1 as 1, 2 as 1.75, 3 as 
2.5, 4 and 3.25, and 5 as 4. The means obtained from 4-
point scale set for each of the five core job 
characteristics ranged from 2.66 to 3 while standard 
deviations were within the range of 0.40 to 0.64. 
Similarly, the means and standard deviations for the 
transformed 4-point scale set ranged from 2.72 to 2.97 
while for standard deviations, the range was from 0.47 to 
0.62. 
T-tests on Means and F-tests on Standard Deviations 
With these results, paired t-tests and F-tests were 
calculated for each pair of means and standard deviations 
from the two response sets. The t-values for means were 
listed in Table 4. If the t-value is greater than 1.96 
at p < 0.05, the difference between two means is deemed 
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as significant. The t-values calculated for each of mean 
score for the core job characteristics, individual 
characteristics and job satisfaction level were found to 
fall within 0.1098 to 0.1946. That means, no systematic 
differences could be observed for the two samples. As 
such, Hypothesis la was not supported. The mean scores 
of the job characteristics and job satisfaction level 
between the 4-point scale set and the 5-point scale set 
were found to have no significance difference. 
F-tests were performed on the standard deviations 
obtained for the two samples. The F-values were listed 
in Table 5. If the F-value is smaller than 0.76 or 
greater than 1.31 at p < 0.05, the two standard 
deviations are considered to have significant difference. 
The results indicated that no systematic differences 
could be found for the two samples. Hypothesis 1b was 
not proved. 
Correlation Among Factors 
The correlation coefficients for each of the job 
characteristics, MPS, individual characteristics, job 
satisfaction, sex, age, years of service, monthly salary, 
number of job changes, absenteeism, year graduated were 
26 
calculated. Table 6 and 7 provided the correlation 
coefficients and their level of statistical significance 
for the measures in the 'two samples. Results indicated 
that there were no systematic differences between the two 
samples. 
Conclusion 
Results of this study did not support the belief 
that Chinese people might be biased by odd-number 
response scale. The results that there are no systematic 
differences between the means, standard deviations and 
correlation coefficients reveal that Chinese people, 
especially for the Hong Kong Chinese, do not possess the 





We cannot discover central tendency in our sample of 
Hong Kong Chinese and as a result, we cannot conclude 
that even-number response scale is better. 
Response Scale 
From our study, we cannot discover central tendency 
in our sample. As a result, beliefs about central 
tendency and non-expression mentality of Chinese people 
cannot be proved. Therefore, we cannot conclude that 
even-number response scale is better in collecting 
information from Chinese. Neither can we say that odd-
number response scale used in research instrument is 
unsuitable for soliciting opinions from the Chinese 
people. 
However, it should be noted that this study is 
conducted on a specific group of Chinese, University 
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graduate, who are considered to be highly educated. In 
generalizing thi's finding to other samples and measures, 
we must proceed with cautions. For instance, it may be 
too early to say that Chinese people, especially for Hong 
Kong Chinese, are no longer reluctant to express their 
political opinions on sensitive issues. Also, some other 
topics such as immigration may still be considered as 
sensitive. 
Validity of Job Characteristics Model in Hong Kong 
Results of this study further confirm that the 
validity of Job Characteristics Model in Hong Kong, which 
relates the core job dimensions, the critical 
psychological states, and on-the-job outcomes. We find 
out that ratings of job characteristics by respondents 
show a moderate level of convergence for most of the job 
dimensions. Correlations among the job dimensions are 
moderately positively inter-correlated, as has been found 
previously (Hackman & Lawler, 1971). As expected, the 
job dimensions are positively related to the job 
satisfaction. 
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Characteristics of University Graduates in Hong Kong 
The profile of respondents is shown in Table 1. The 
sample has approximately equal number of female and male 
respondents while skewing a little towards the male sex. 
An average respondent was graduated from the Chinese 
University of Hong Kong in 1989. The sample indicates 
almost equal split of number of graduates from the Arts, 
Science, Social Science and Business Administration while 
with just 2.7% from the Medicine field. The respondents 
have an average age of 25 to 26 with an average of 1 1/2 
to 2 years of work experience in their present jobs. 
Their average pay level lies in the range of HK$10001 to 
HK$12500 per month. They do not change job frequently 
with an average number of job changes at 1 with low 
absenteeism. 
Limitations of Study 
1. The questionnaire· has been well-tested in Western 
countries but not in Oriental or Chinese societies. 
Even very frequently used instruments tested in 
foreign countries when used in Hong Kong, the 
instrument may miss some important points relevant 
(in this culture) to the subject under test. We run 
the risk of imposing concepts developed in one 
culture to "another culture with different mind set 
or set of concepts. 
2. Respondents may not be familiar with the research 
instrument. This may result in significantly 
different results. (Tirandis, 1972). 
Misunderstanding and unfamiliarity with the scale 
ratings will also influence the results obtained. 
Respondents may also find it difficult to give 
ratings for statement type questions. 
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3. No prior research has been done to collect Chinese 
specific information, such as their opinion on how 
important each of the job characteristic is, to 
compile the questionnaire. For instance, Chinese 
may not view skill variety as one of the core job 
characteristics. Therefore, comparing the results 
to previous studies conducted in Western societies 
may not be valid. 
4. The respondents profile indicate that all 
respondents have at least university education and 
one year working experience. The fact that they 
have social experience and more highly educated may 
blur the Chinese-specific mediocracy mind set. As 
they have been trained or brought up to be pillars 
of society and therefore more willing to express 
unpopular opinions. 
5. General language problem is overcome with all 
respondents having university education. However, 
in case of "common English mistakes", respondents 
still may mis-interpret the questions. 
Implications for Future Study 
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1. In designing research instruments, it is better 
first to recruit a group of Chinese respondents. 
Then in the form of either open discussion, 
interviews, focus group discussion could be used to 
compile questions for research instruments. 
Afterwards, this local developed research instrument 
can be compared with Western well-tested instruments 
and then modified to suit Chinese culture. 
2. Another approach is to use existing and very 
frequently used instruments so as to compare results 
with foreign studies. Then items could be modified 
and items could be added in order to incorporate the 
cultural specific definitions or way of expressing 
ideas. 
3. When English is the medium of communication and is 
32 
not the respondents' mother tongue, we need to 
consider using short sentences, active voice, 
repeating nouns instead of pronouns, avoid metaphors 
and colloquialisms, avoid subjunctives, adding 
sentences to provide context for key ideas, avoid 
adverbs and prepositions telling "where" or "when", 
avoid possessive forms, use specific terms. (Lonner 
& Berry, 1986) 
4. More extensive and vigorous pre-test prior research 
may be needed. It may bring out some problematic 
questions before actual data collection. 
To conclude, future research should be conducted to 
investigate empirically the potential bias of odd-number 





Figure 1 JOB ' CHARACTERISTICS MODEL 






Skill variety Experienced 
Task identity meaningfulness 




of the work 
Feedback ----------~> Knowledge of 
actual results 




PERSONAL AND , 















Male 52.9% 51.5% 
Female 45.9% 47.8% 
AGE 
Below 23 years old 3.0% 3.7% 
23-24 23.8% 31.3% 
25-26 25 . 8% 25.9% 
27-28 28.8% 24.1% 
29-30 9.2% 8.4% 
above 30 8 . 2% 6.4% 
TENURE 
Below 1/2 year 14.4% 14.0% 
1/2 - 1 14.6% 18.0% 
1 - 1 1/2 20.6% 21.9% 
1 1/2 - 2 10.4% 8.4% 
2 - 2 1/2 13.2% 14.0% 
2 1/2 - 3 4.5% 2.7% 
3 - 3 1/2 8.7% 8.1% 
3 1/2 - 4 2.5% 2.2% 
4 - 4 1/2 11.2% 10.6% 
4 1/2 - 5 0.0% 0.0% 
Table 1 cont. 
PAY LEVEL 
Below HK$5000 
HK$5000 - HK$7500 
HK$7501 - HK$10000 
HK$10001 - HK$12500 
HK$12501 - HK$15000 
HK$15001 - HK$17500 
HK$17501 - HK$20000 
Above HK$20000 













4 or more days 



















































































Table 2 Coefficient Alphas for All Measures 
No. of 5-point 4-point 
Items scale scale 
------ ------- -------
Sample Size 403 ' 406 
1 Skill Variety 3 0.7091 0.7317 
2 Task Identity 3 0.8103 0.8021 
3 Task Significance 3 0.7346 0.7880 
4 Autonomy 3 0.7200 0.7062 
5 Feedback from Job 3 0.3910 0.3292 
6 Intention to Leave 3 0.8318 0.7951 
7 Perceived Performance 5 0.5782 0.5991 
8 Need for Achievement 5 0.6911 0.7358 
9 Job Satisfaction 20 0.8646 0.8852 
10 Motivating Potential Score 1 




scale scale* scale 
1 Skill Variety 3.54 
(0.74) 
2 Task Identity 3.60 
(0.83) 
3 Task Significance 3.62 
(0.73) 
4 Autonomy 3.61 
(0.77) 
5 Feedback from Job 3.29 
(0.62) 
6 Intention to Leave 2.98 
(0.97) 
7 Perceived Performance 3.32 
(0.53) 
8 Need for Achievement 3.74 
(0.51) 
9 Job Satisfaction 3.42 
(0.51) 






















* The raw data of the five point scale sample was 
transformed to a four point scale by recoding 1 as 1, 






























































































































































































































































































































































































































































































* represents the difference between two S.D. 






















































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































Questions used in Questionnaire are listed as follows: 
Section I: 
Part 1: Job Characteristics 
Skill Variety 
(1) My job requires me to do many different things, 
using a number of different skills and talents. 
(2) The job requires me to use a number of complex or 
high-level skills. 
(3) There is so much variety in my job. 
Task Identity 
44 
(4) I find that my values and the organization's values 
are very similar. 
(5) I am proud to tell others that I am part of this 
organization. 
(6) Often, I find it easy to agree with this 
organization's policies on important matters 
relating to its employees. 
Task Significance 
(7) The outcomes of my work can affect other people in 
very important ways. 
(8) This job is one where a lot of other people can be 
affected by how well the work gets done. 
(9) The job itself is very significant or important in 
the broader scheme of things. 
Autonomy 
(10) My job gives me almost complete responsibility for 
deciding how and when the work is done. 
(11) The job provides me the chance to use my personal 
initiative or judgement in carrying out the work. 
(12) The job gives me considerable opportunity for 
independence and freedom how I do the work. 
Feedback 
(13) The job is set up so that I get almost constant 
"feedback" as I would about how well I am doing. 
45 
(14) Doing the job itself provides many chances for me to 
figure out how well I am doing. 
(15) The job itself provides quite a few clues about 
whether or not I am performing well. 
Part 2: Individual Characteristics 
Intention to Leave 
(16) I often think about quitting. 
(17) I will probably look for a new job in the next year. 
(18) If I were completely free to choose, I would prefer 
continue working in this organization. 
Self-perceived Performance 
(19) My job performance is better than other people of 
the same position. 
(20) My job performance is excellent for the present 
position. 
(21) I am an average worker. 
(22) There are a lot of rooms to improve my job 
performance. 
46 
(23) My job performance is so good that I deserve a large 
raise in salary than other employees in this 
organization. 
Need for Achievement 
(24) I always try very hard to improve my past 
performance at work. 
(25) I always try to get added responsibilities on my 
job. 
(26) I always try to perform better than my co-workers. 
Section II: 
Job Satisfaction 
(27) Being able to keep busy all the time 
(28) The chance to work alone on the job. 
(29 ) The chance to different things from time to time. 
(30) The chance to be "somebody" in the community. 
(31 ) The way my boss handles his men. 
(32) The competence of my supervisor in making decision. 
(33) Being able to do thins that don't go against my 
conscience. 
(34 ) The way my job provides for steady employment. 
(35 ) The chance to thing for other people. 
(36) The chance to tell people what to do. 
(37) The chance to do something that makes use of my 
abilities. 
(38) The way company policies are put into practice. 
(39) My pay and the amount of work I do. 
(40) The chance for advancement on this job. 
(41) The freedom to use my own judgement. 
(42) The chance to try my own methods of doing the job. 
(43) The working conditions. 
(44) The way my co-workers get along with each other. 
(45) The praise I get for doing a good job. 
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